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ane contact ed OCG before writing his Me <qorandum, it would. not be 
hee with, misinformation and piece-meal conclusions... * 


ae 3, aie am 1 prepared to admit, as will any other ADP. 
manager today, that the personnel situation in the ADP field isa — 
serious problem. Recent estimates indicate that there are more ae 
than 100, 006 unfilled ADP positions in the Mattes States at academe eae 


“NET ie pat bey STA thin nee: hewv wid Aavote. 


a. Ag 4 sonseuuence, tne ADP fleld is highly mobile and job 
hopping ia a cormon aces because itiga ihe a sia 


vi 1 think the Director of Barscnuet } has a ceernueda some 
yore cticia symptoms of the problem as he has seen it through the 
window of exit interviews. However, the underlying cause of ADP 
problema in government and industry ie much deeper and more ; 
complex “An Inter-Agency Committee is currently at work collecting 
data ibat will perimita responsible evaluation of the facts. Jt was. 
only after after the Director of Personnel wrote his. Memorandum that he 
too, asked his staff for a detailed analysis of the Agency's facts. 
Until such anaanalysis is completed and until comparative pudiaw: 
are made of the experience of computing centers in CIA and its. 
counterpart units in the other intelligence agencies, I do not believe . 
we can accept the Director of Personnel's conciustons. where Oa 


5. Attachment A cening all of the facts and figures relating 
to OCS's experience in selecting, recruiting, training, and managing - 
ADP personnel. It was prepared by the OCS Administrative Officer 
and, in my judgement, represents a most thorough and comprehensive 
review of the personnel problems facing Ocs. : 
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6. Ihave selected a liat of salient factors which are also 
relevant to zesponainle understanding of the situation: 


25X1 


2.. Mission - OCS's mission is still undefined. Its 
' staif is therefore unable to seer. confident about 


the future. . 2. 


: —— - Repeated demands for increasing Ocs S 
“staff have been denied. The OCS T/O has not increased 
in three years; it suffered a decrease. uring | 


= by OCS has risen steadily. . AY ea machines are | 
e-shift basis. OCS has accepted | 


“pesponse fine. it ee rneotiag dae ‘gernands 
at rates faster than or cea toe other r service cOm~ 
7 ponents, such as OP or ol. 


TES neat apt 


44d: Fran Pox ao ye he ay 
gone) objective wag te increase 8 


sqigneal gLOLiciGmey Ha tar ow GS gaa 
ization. This haga been accomplished in two ways: - 
“> (1) by encouraging individuals with no growth | ies 
‘potential to leave,: and (2) by: attracting experienced 
fH prctassiove from ‘college and industry. 


25K1 Dead Wood = Of the a left acs, = 
25X1 oa a8 West arased ia go! Sr thebe inherent *) 
;Mmitations.., These were. individuals. who sever.aiould 
have been hired in the first instance. Sala; and’ 
ate this : 
25X11 eo 


a variety of reasons, ‘some > of which da. relate to. 
personal dis content.. However, ag have “compared 

attrition rates with my colleagues at NSA and DIA 
and find that OCS's turnover is sot out of line. : 
All three Agencies are experiencing most ‘ptotessional: e 
losses at the GS-ll ta SS level... & principal : reason 


ao : 


ILLEGIB 


( 


Ros 
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. Key Puncher Attrition - Here again the rate of 


turnover of key punchers in OCS is not out of line 
with NSA or DLA. It is traditional OP policy to 
gendg to OCS those individuals wre fail to vass the 
typing test. These young peopie arrive in OCS 
without any desire to key punch and, in raany cases, 


_ with a one-grade cut in their original hiring level. 
"When we add pregnancies and marriage to this 


aoe self-defeating personnel policy, we can exoect 


. than 5% 


ag he: Overtime - OCS used 
~~  Garing FY 65. Some of thia time was uncompensated. 


 papid turnover in the key punch area. Although 


OCS tried to reverse this policy, OF has been 
% unbending. - Pe eRe Se oe Sates OOP ae nee vee : 


hours of overtime 


Pe Tage ag ey he ee airy wey aE Lae gh ol eet L newt gay Bee. oe 
Ouly usaicalea employees Worn such BGucae- 


dissatisfied ones would never stand for it. 


4 not > ‘s « tee 
Eee please pee eh oe. we ay Ye renga mes 
ae oes es, aan Wesel ee <P LW ded 

recto: seemed 


x a 

viding acequats training fer 

OCS employees. A leok at the record snows more 
5% in training for both FY 64 and FY 65, and 


claim we are mot pro 


a : awe ee ee m span 3 : : Yat: 
i eis eae nit gd aS ER A TR a Sy ty oe oe BRIA 


rnarket piace. Tae experience gained by OCS empicyees 


is highly salable in the outside world. Although OP 


- hag been able to supply college graduate trainees, 
most of the experienced hands have been acquired | 


*. through direct OCS yecruitment. Forthormere, OF 


has been unable to solve the problem of balancing 
the negative affects to CIA of Inter eAganoy transfers. 


Any CIA computer proiessional cam get on 3 Civil 


- ... Service Register and in almost no time at all he will 
“*. he picked up by another government agency ata 


one-grade jump. It is OP policy not to use these 

Civil Service Registers for filling computer positions 
in CLA. As a consequence, itis a one-way street with 
a net loss to CIA each time. I discus sed this with 
Director/OP and put it in writing; however, no 
constructive help was forthcoming. 


4 
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k. Depressed Pay Scale - OCS has the lowest average 
grade in DD/S&T. We needa professions? T/O 
rather than an administrative one. Without a pro- 
fessional T/O to provide growth froin GS-1 through 
- GS-14, we will remain in a poor competitive posture 

with other government agencies and industry. This 4 

: “ gaggeetion was also surfaced. with OP, but x no ryote: ae 

a peaction: was fortheoming. e 


ES ‘Career - Board | “ An egoecicn of OCS Career Boaea x 
‘2! Minutes: will show that it is an effective instrument. 
“of management.” It meets regularly and discusses 
a wide range of personasl problema. Stall meetings 
in OCS are also frequent and the importance “of 

carr mEnitinion ting des a) hae been stress ed many times. 


$ 


‘m. GIA = ADP Contralisation insu 


mote sective. ox 


PE tho 3 oe few 


mn. Creative ¢ Computer W vor + Director/OP says that 


OCS perecnnel believe that the Neos oss conrputer 
pitti! is heings done aclsewhere in the Agency. pais 


Py by aie pak S 


ones rere 


wet deryan 8 ee ee wot dee a 


SeOCoS a1 ge Ores 
done all over OCS. We have, for ex 
origings aysisinag pe og Yernues we for the g552 369 the a 
any other user caaccoentied in 


_ 25x1 


he The cialival value of the Director/OP's Senorasdce is 
that it hig gblights the absence of hard information about ADP personnel 
practices in CIA. Such information it extremely important te the 
Agency. because it is ee clear that Directorate compougnts eee 
¥ people vide 


eS FE ae ae ~ 
aia diapers: 


25X1 — his Office to serve as the Chairman of an Agency Cc 
composed of the Administrative Officera of OCS, NPIC and RID. 
The terms of reference for this group would include {a} collecting 
facta and figures about ADP personnel experience in the Agency; | 
is) analyzing this data, and (c} developing new Agency personnel” 
nolicies and standards that wilt attract and kesp ADP. yerscane) = 


ae miner ee ier eomnste ane a 
ce:Executive Director-Comp oOFURE 


